Recent debate on skill acquisition by employees focuses on skill shortages (lacking required skills) and skills gaps (lack proficiency in the job) (Hurrell, 2015) . Technical skills are not only ones considered in this context. As mostly discussed in literature, performing a job requires several technical skills that are acquired by knowledge in cognitive sense and influenced by an individual's intelligence. However, such skills are not enough for today, there is a need to have interpersonal, human, people or behavioral skills in order to apply technical ones in the workplace (Weber, Finley, Crawford, Rivera, 2009) that are not reliant on abstract reasoning, are involving interpersonal and intrapersonal abilities to facilitate mastered performance in particular contexts (Hurrell, Scholarios and Thompson, 2012) . Thus, technical skills are discussed to complement with soft skills such as human, conceptual, interpersonal and leadership etc. to allow the proper expression, implementation and collaboration of knowledge assets Weber, Crawford, Lee and Dennison, 2013) . Even there is not a precise taxonomy of such skills; in literature four categories are mostly used to define them as leadership/people/ relationship; communication; management and organization, cognitive skills and knowledge (Kantrowitz, 2005) . In this context, the ultimate aim of this study is to discuss whether academician's soft skills (e.g. communication, interpersonal relations, openmindness, positive attitudes, teamwork, creativity etc.) have an impact on their satisfaction from their career. This study also argues that without having soft skills, how a prospective academician, here Research Assistants, could prepare his students for the future demanding more than technical skills in order to manage themselves and their careers. Proposed sample consists of research assistants who are working in a state university located in Istanbul. The importance of this study lies in the changing role of educational institutions especially universities and the changing role of academia as well.
INTRODUCTION
As stated in many academic writings, magazines and so on, employers are demanding not only technical skills but also other skills that are used for effective practicing of such skills-named soft skills. Today's competitive job market conditions have changed the minimum requirements for success in the workplace (Lazarus, 2013) . Also, in recent years skills deficits are discussed across many developed countries that many vacancies are filled by people who are lacking not only required job skills but also soft-interpersonal and social skills (Hurrell, 2016) .
Workplace skills are said to be intensifying, thus technical skills are no longer sufficient (Connel, 1998) in the face of complex problems, tasks requiring creativity, projects realized with team works. Especially in __________________________________________________________________________________ PressAcademia Procedia 704 universities as the first step towards business life, developing these skills are discussed, even need for transforming curriculums and by this means, preparing students for more demanding world are emphasized. However, before designing new curriculums or any other education material, there is a need to analyze faculty staff's degree of such skills, awareness of its importance and how to teach/transfer those skills. Besides, there is also need to examine the relationship between soft skills and career satisfaction, because even if there is significant relationship between these constructs, it would be easier to assume that soft skills have capacity to ensure career satisfaction, satisfied individuals are more eager to teach and reflect those skills to students.
LITERATURE REVIEW

Soft Skills Umbrella Term
As Weber explained in his study, "hard skills usually require the acquisition of knowledge, are primarily cognitive in nature, and are influenced by an individual's intelligence-quotient score." (Weber, 2013 p:313) . Beside such skills, another skills category has emerged including interpersonal, human, people, or the behavioral skills. These so called soft skills are needed to apply technical/hard skills and knowledge in the workplace (Weber,2013) . Thus skills' definition regarding only technical aspects has changed, new category of skills has emerged (Hurrell et al,2012) .
Beside technical requirement of jobs, there is a need to complement technical/hard skills. They are the soft skills having the capacity to complement cognitive capacities (Pandey and Pandey, 2015; . Hard skills correspond to the skills in the technical and administrative categories, and soft skills correspond to the skills in the human, conceptual, leadership, and interpersonal categories (Weber, Crawford, Lee and Dennison,2013) . In this sense, hard skills could be easier to identify thus more tangible, however soft skills are more ambiguous and are harder to identify or assess via standard questionnaire-type instruments (Mullen, 1997 ). Yet these frameworks see each set as a necessary complement to the other (Parente, Stephan and Brown,2012) . This ambiguity also manifests itself in the literature of soft skills, because authors label different skills as soft ones with little agreement on them. This makes difficult to find universal set of soft skills (Miriam, Anderson and Boyden, 2016) . The concept differs from discipline to discipline, from context to context, even it has different meanings in different cultures (R de Villiers, 2010) .
In literature, there are several efforts for reframing soft skills as shown some of them in the Appendix I. These skill categories are not limited to those shown in the table, because it is possible to find more and more studies covering such skills. Among classifications made in the literature, frequently discussed skills include communication skills, teamwork skills, creativity, and other relational skills mostly debated under emotional intelligence construct.
Importance of Soft Skills: Education and Career Link
Career satisfaction reflects individual's subjective feelings of success that are related to many aspects of work behavior and well-being. It refers individual's progress made towards meeting different career related goals in terms of income, achievement and development etc. (Spurk ,Abele and Volmer, 2011) . In other words, subjective career assessment echoes individual's own sense of his or her career and what is becoming (Arthur, Khapova and Wilderom,2005) .Besides objective criteria (pay, promotions, occupational status), subjective ones have increasingly been adopted within career success research over the last decade (Heslin, 2005) .
In this study, main argument is that if a person is endowed with soft skills, he will be satisfied with his career and this could be an important subjective evaluation of success. Further, satisfied individuals, in this case academic staff, would be more successful for transferring those skills to students and preparing them for business life. Hence, it is assumed that there is a direct link between soft skills and subjective career evaluations based specifically on career satisfaction and an indirect link with education as a way of transferring those skills. 
Research Objective
The main objective of this study is to find whether soft skills (empathy, interpersonal relations, positive attitude, optimism, teamwork and creativity) could be antecedent of career satisfaction as one of major career outcomes, so to reveal the relationship between such skills and career satisfaction.
Research Settings and Participants
Data for this study was collected from 204 Research Assistant working for a state university located in Istanbul. Firstly, all faculties have been informed and asked for their consent for participation in this study. Then, they are asked for passing all forms to Research Assistants based on departments. Research assistants have been chosen for sample of this study, because they are at the outset of academic career, they have different aspirations and different subjective career evaluations and they have also close connection/interaction with students.
Among those answered questions of gender and level of education is shown in the following Table 1 . According to results, 193 participants accepted to answer questions of gender and education, among them 30.1% is female, 69.9% is male. In total, 29% of participants continue their master's (either completed all prerequisite courses and started to write thesis or still taking courses) and 71% of them continue PhD (either completed all prerequisite courses and passed the PhD qualification exam, started to write dissertation or still taking courses/preparing PhD qualification exam). 
Empathy
Measurement Instruments
Survey method has been chosen to collect data. Scales used have been constructed after a deep literature review and have been adapted to the Turkish culture by using the method of translation and back translation as suggested in the literature. Soft skills are measured through multiple scales. Among them, positive attitudes, openmindness, teamwork, communication skills are ad.apted from Lee and Lee (2011) . However, for interpersonal relations and empathy, Emotional Intelligence (EI/EQ) scale originally developed by Dr. Reuven Bar-On and adapted to Turkish by Fusun Tekin Acar (2001) was used. Creativity scale was adapted from Zhou and George (2001) in which questions are directed to supervisors, in this case all questions were modified in order to ask participant to evaluate his level of creativity. Lastly, scale developed by Greenhouse, Parasuraman and Wormley (1990) was used for measuring career satisfaction of participants.
Participants were asked to indicate their degree of agreement with the statements on a six-point scale ranging from "strongly disagree"=1 to "strongly agree"= 6.
Data Analysis and Results
The data were analyzed using the Statistical Package for the Social Sciences (SPSS) 21.0 software. Firstly Factor Analysis and Reliability analyses of all measurement instruments were conducted and their factor structure was revised based on the results.
Exploratory Principal Component and Reliability Analyses
As stated before, in this study soft skills are used as an umbrella term which consists of several sub-scales. .000
Empathy is made up of 6 items Cronbach's Alpha Level of the scale is (α) .764. One item "I could not realize the others suffering-from something" has been excluded from the analysis due to its lower factor loading (.448). Cronbach's Alpha Level of Interpersonal relations scale is (α) .763, ultimate structure consists of 5 items. Two of them has been excluded from further analysis: First one which is " I cannot express my love" disrupted reliable structure, the second one which is " I cannot get along well with people around me" has lower factor loading (.428). As the third one, Positive Attitude includes 10 items with (α) .846, all of items originally included in the scale has been eligible for further analysis. Sub-scale of Teamwork also show reliable results with its 6
items that all has been considered reliable (α: .887). Lastly Cronbach's Alpha Level of creativity with its 9 items is (α: .928), four items are not considered for further analysis. Beside, Factor and Reliability analyses have not been applied to both Communication and Optimism scale due to lower levels (<.70) of Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
As shown in Table 2 , Career Satisfaction which indicates level of satisfaction with the progress that an individual made toward meeting goals for advancement, overall career goals, goals for development new skills, goals for income and the success achieve in his career has (α): 865 with 5 items. .000
Regression Analyses Results
First simple regression analysis result shows that empathy explains (R 2 =.043 ) 4.3% variance in career satisfaction. There is also significant and positive relationship between empathy and career satisfaction (β=.207, P<.05). 
DISCUSSION AND CONCLUSION
The ultimate aim of this study is to reveal whether acquired soft skills have an impact on satisfaction getting from career. All the skills included in the study (empathy, interpersonal relations, positive attitude, teamwork and creativity) have a positive and significant relationships with career satisfaction. However, explanatory power of the model developed between positive attitude and career satisfaction is higher than that of others, β indicator between (shows correlation in regression analysis) these two are also higher. Results show that an individual who accepts responsibility, take personal initiative, possess decision making skills, is able to adapt easily, manage difficult situations, evaluate every alternative as a learning opportunity thus being a lifelong learner, and overall has a positive attitude will be more satisfied with progress made in the career. This study's main contribution lies in its argument that without considering soft skills in one's career, how a prospective academician, here Research Assistants, could prepare his students for the future demanding more than technical skills in order to manage themselves and their careers. This also put an emphasis on the changing perspectives on education and the main responsibilities of universities as the first step on the career path and the changing role of academia as well.
In this study, mostly stated skill "communication" did not give significant results; even it could not be included factor and reliability analyses. For further studies, it could be measured with using different scales to test its effect. To the knowledge of authors, this study is the first one bringing different skills under soft skills umbrella and test main effect on one of the important career outcomes-satisfaction. However, the results should be interpreted with a caution because of the weak explanatory power of each model. This could be ensued from some other variables having an impact on satisfaction together with these skills. It is also possible that there is hierarchy between these skills. In the future, it could be possible to test soft skill construct with different dimensions in different context. Also, composite scale for soft skills could be developed and validated, thus more powerful results could be attained in different occupational groups.
